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Abstract 
 This paper examines the role that family friendly business practices can have in reducing 
instances of child abuse. Family friendly business practices are institutional policies that 
facilitate a balance between work and family life. They can include arrangements such as 
employer-provided child care, child care subsidies, options to work non-standard hours, ability to 
work from home, availability of time off, ability to take a leave of absence, and other policies 
that provide worker flexibility. A review of the literature pertaining to child abuse and family-
friendly business practices was conducted using the search engine EBSCO Host and the search 
terms: family friendly, work, employment, stress, family, child abuse, and family work conflict. 
Articles from the last ten years were reviewed for relevancy. No studies were found directly 
linking family-friendly business practices to a reduction in child abuse, however, the literature 
outlines several risk factors for child abuse that are ameliorated by work practices that aid 
families. The connection between family-friendly business practices and child abuse warrants 
additional research. In the meantime, employers should consider these policies as they benefit 
both business and family by contributing to a healthier and less stressed workforce. 
Comprehensive initiatives that include multiple programs- such as family friendly business 
policies- support families and provide the optimal chance for children to have loving, functional, 
and safe homes, free of neglect or abuse. 
Introduction 
Child Abuse Background 
 Child abuse consists of physical, emotional, and sexual abuse as well as neglect. State 
and federal agencies also have an “other” maltreatment category to encompass behaviors that do 
not fit in these categories, such as substance abuse and/or exposure, domestic violence, financial 
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abuse, threatened harm, and lack of supervision. State and local agencies receive more than 3 
million referrals of child maltreatment annually- nearly six referrals every minute (Centers for 
Disease Control and Prevention, 2015b). Once a referral is initiated, agency representatives 
investigate to determine whether abuse has occurred, then take action to ensure child safety or 
refer the family to the appropriate services. In 2012, approximately 686,000 children were 
victims of substantiated episodes of abuse and neglect, resulting in a rate of 9.2 victims per 1,000 
children in the United States (Children’s Bureau, 2013). In 2012, 1,640 children died from abuse 
or neglect (Children’s Bureau, 2013).  
Children with medical or behavioral problems and disabilities are more likely than those 
without these challenges to be abused (Children’s Bureau, 2013). Additionally, the very young 
are more at risk for abuse than older children. In 2012, more than 25% of child maltreatment 
victims were less than 3 years old; 20% were within 3-5 years of age (Children’s Bureau, 2013). 
The table below, comprised using data from The Children’s Bureau (2013), illustrates how the 
risk of maltreatment is significantly higher for younger children who are less able to speak for 
themselves regarding their abuse. 
Table 1. 
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In addition to being more at risk for abuse, young children are at a higher risk for fatality as a 
result of abuse or neglect; 70.3% of these deaths occur in children less than 3 years of age 
(Children’s Bureau, 2013). The majority of fatalities stem from neglect which constitutes the 
most common form of abuse. Table two demonstrates the prevalence of various forms of abuse 
in the U.S. using data from The Children’s Bureau (2013). 
Table 2. 
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 Child maltreatment represents significant costs for the child, family, and the community 
at large. The Centers for Disease Control and Prevention (CDC) estimate the total lifetime cost 
of child maltreatment at $124 billion annually (2015b). Child maltreatment leads to negative 
health effects beyond the acute physical injuries; it can cause disruptions in early brain 
development that have life-long effects. The stress from the abuse can damage the nervous and 
immune system, compromising the child’s health into adulthood. Victims of child abuse are at 
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increased risk for alcoholism, depression, drug abuse, eating disorders, obesity, high-risk sexual 
behaviors, smoking, suicide, and certain chronic diseases (Centers for Disease Control and 
Prevention, 2014). The experience of abuse injures the victim, the family, and the community. 
As a community we should promote the healthy development of children into adulthood. To do 
so, we must ensure a healthy and safe childhood for every child. 
Factors for Child Abuse 
Children are most likely to be abused by a parent; 81.5% are abused by one or both 
parents (Children’s Bureau, 2013). Thus, interventions to prevent child abuse should target 
parental factors that increase the risk for abuse. Children cannot change their risk factors such as 
age or disability status, but the health community can identify and address factors that make a 
parent more likely to become and abuser. Parent and family risk factors for abuse include a lack 
of understanding of child development, lack of parenting skills, history of child maltreatment in 
family of origin, substance abuse, mental illness or mental health issues, young age, low 
education, single parenthood, low income, large number of dependent children, non-biological 
transient caregivers in the home, social isolation, family violence and disorganization, parenting 
stress, and poor parent-child relationships (Centers for Disease Control and Prevention, 2015a). 
Although child abuse can occur in any home, despite the risk factors, identification of 
characteristics that place a child at increased risk for maltreatment helps the health community to 
target interventions and prevent abuse. Interventions that have been shown to reduce child 
maltreatment include ones in which the family receives home visits, parenting classes, sessions 
to promote family communication, information on development, and education on nutrition, 
health, and safety, (National Center for Injury Prevention and Control, Division of Violence 
Prevention, 2014). In addition to these interventions, the community should aid families with 
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programs that foster family life such as family-friendly business practices. Family-friendly 
business practices allow parents to balance their work and family lives, reduce parent stress, and 
demonstrate support from the community for the parents and their families. 
Current Interventions for Families 
 In an effort to assist family life, the U.S. has implemented family-friendly policies such 
as the Family Medical Leave Act (FMLA) and the Working Families Flexibility Act. The 
Working Families Flexibility Act allows private companies the ability to pay workers in time off 
rather than cash wages in exchange for overtime hours (Education & the Workforce Committee, 
n.d.). This gives parents the flexibility to earn time off for their families. FMLA provides job 
protection and continued medical benefits for those who qualify by working for at least a year, 
for at least 1,250 hours in the last year, and for an employer with 50 or more employees. It 
provides up to 12 weeks of leave and is used by many mothers for maternity leave. Early return 
to work has been linked to decreased rates of breastfeeding, receipt of immunizations, and 
number of well-baby visits in the first year, as well as cognitive deficiencies and behavioral 
issues. Longer leave periods are also associated with lower infant mortality rates (Schott, 2012). 
FMLA acts in the best interest of the child and family. It reduces the stress of the mother who 
can still advance in her position by maintaining job security and contributes to the overall health 
of the child. FMLA and the Working Families Flexibility Act serve as examples of how policy 
can support family life. 
Need for Policy Improvement 
Despite legislation such as FMLA and the Working Families Flexibility Act, U.S. 
employers remain lacking in policies that support families. Although unpaid personal and 
medical leave is becoming more common due to federal legislation, only 20-25% of workers 
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receive paid personal leave. Less than 10% receive employer assistance with childcare and fewer 
than 5% work for an employer that provides on or off-site childcare (Ruhm, 2005). Workers for 
smaller companies who are less likely to be able to afford to provide extensive benefits, part-time 
workers, and less-skilled workers are less likely to receive benefits such as time off and childcare 
(Ruhm, 2005).  
Childcare costs differ for families of different socioeconomic status. For families at the 
75th, 90th, and 95th percentile of cost-burden distribution, 5.9%, 16.3%, and 25.3% of disposable 
income is spent on childcare, respectively (Ruhm, 2005). Family-friendly business practices that 
provide worker flexibility or assistance with childcare can offer families options for obtaining 
childcare that better fits with their finances and schedule. 
Family-Work Conflict 
 Improvements to family-work balance, including providing options for flexible 
scheduling, time off, child care, and other family friendly policies, should be explored and 
promoted as a means for reducing rates of child abuse. Conflict between work and the family 
contributes to stress and burnout (Grzywacz, Carlson, & Shulkin. 2008). It has been correlated 
with domestic violence and psychological aggression (VanBuren Trachtenberg, Anderson, & 
Sabatelli, 2009). Work-family imbalance is not exclusive to the United States. In Hong Kong, 
family cohesion is seen as a major factor in social harmony and stability ; family cohesion often 
suffers as a result of economic stress, long work hours and poor work-life balance (Chan, 
Viswanath, Au, Ma, Lam, Fielding, Leung, & Lam, 2011). The Hong Kong government 
recommends that management employ practices that allow for the balance of work and family 
responsibilities (Chan et al., 2011).  
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Taiwan, like Hong Kong, also struggles with achieving work-family balance. Work 
demands contribute to work-family conflict, decrease job satisfaction, and organizational 
commitment (Lu, Kao, Chang, Wu & Cooper, 2008). Long work hours due to economic need 
and the cultural norm of demonstrating diligence place a strain on family life (Lu et al., 2008). In 
the U.S. and abroad changes are needed to promote work-family balance. Identification of the 
strain that work-life imbalance puts on families serves as a positive first step for affecting change 
and fostering healthy family life. 
Many organizations such as the Colorado Department of Public Health and 
Environment’s Essentials for Childhood Project, Prevent Child Abuse America, Austin 
Children’s Services, and Pinwheels for Prevention include family-friendly business practices 
among their recommendations for interventions to reduce child maltreatment. The government of 
Australia has included the need for family-friendly business practices in their National 
Framework for Protecting Australia’s Children (2009). Family friendly practices can promote 
health and well-being of families, reducing risks that can lead to child maltreatment. A review of 
the relevant literature examined risks for child maltreatment, the effects of family-friendly 
practices, and how policy such as maternity leave contributes to parental care. 
Methods 
 A review of the literature pertaining to child abuse and family-friendly business practices 
was conducted using the search engine EBSCO Host. Searching “family-friendly business 
practices” specifically yielded few relevant articles so alternative terms were used. The search 
included the terms: family friendly, work, employment, stress, family, child abuse, and family 
work conflict. Articles from the last ten years were reviewed for relevancy. No studies were 
found directly linking family-friendly business practices to a reduction in child abuse; however, 
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the following literature review demonstrates how several risk factors for child abuse are 
ameliorated by work practices that aid families.  
Literature Review 
 
Stith, S., Liu, T., Davies, L., Boykin, E., Alder, M., Harris, Som, A., McPherson, M.,  
J.E.M.E.G., Dees, J. (2009). Risk factors in child maltreatment: A meta-analytic review 
of the literature. Aggression and Violent Behavior, 14, 13-29. Retrieved January 14, 
2015, from 
http://www.sciencedirect.com.libproxy.lib.unc.edu/science/article/pii/S135917890800060
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 This study used a meta-analytic approach to summarize current literature, understand the 
relationship between various risk factors of child abuse or neglect, and provide effect sizes 
illustrating the strength of risk factors and child abuse or neglect. The authors viewed the effects 
on child abuse in categories of proximity to the issue with parent-child interaction or parental 
reports of child behavior being the most proximal, followed by parental characteristics, child 
characteristics, and finally, family characteristics. Using a computer database, the researchers 
excluded studies regarding special populations such as the mentally handicapped as well as 
victims of child sexual abuse, failure to thrive, Munchausen's syndrome by proxy, or infanticide. 
They searched for studies that examined the relationship between the identified risk factor and 
child abuse or neglect, compared a non-abuse group, evaluated perpetrators who where parents 
or in the parenting role, included quantitative data, and an original sample. They found 155 
relevant studies from which they garnered data and identified effect sizes for 39 risk factors for 
child physical abuse and 22 for child neglect. Large effect sizes were found between parent 
anger/hyper-reactivity, family conflict, family cohesion, parent-child relationship, parent 
perceives child as a problem, parent level of stress, and parent self-esteem. Many risk factors 
showed strong effect size for both neglect and abuse, however, some risk factors associated more 
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with one more than the other; for example, parent unemployment had a stronger effect on risk of 
neglect than abuse. Limitations of the meta-analysis include the lack of ability to include every 
relevant study, potential biases created due to sample sizes and number of studies included on a 
particular risk factor, variations in definitions and measures of the phenomenon of interest 
among the studies, and the lack of research on fathers as abusers. The authors highlight the need 
for additional research on child neglect, comparisons of abusive mothers and fathers, and 
comparisons of offending and non-offending parents. This research bolsters the argument that 
family-friendly workplaces could reduce rates of child abuse by identifying factors such as 
parent stress, family conflict, and family cohesion that can be ameliorated with policies that 
support the parent and provide for family-work balance. 
 
Strathearn, L., Mamun, A., Najman, J., & O’Callaghan, M. (2009). Does Breastfeeding Protect  
Against Substantiated Child Abuse and Neglect? A 15-Year Cohort Study. Pediatrics, 
123(2), 483-493. Retrieved January 14, 2015, from pediatrics.aappublications.org 
 
 The researchers hypothesized that the absence of breastfeeding during an infant’s first six 
months of life would be associated with maternally perpetrated child maltreatment. The study 
featured a longitudinal cohort of obstetric patients in Australia between 1981 and 1984. The 
mothers completed self-administered questionnaires before birth, three-five days after delivery, 
and six months after delivery; the cohort was then monitored for 15-20 years. The researchers 
also collected reports of child abuse and neglect from state-based child-protection records and 
classified the data according to the perpetrator, whether the report was substantiated, and 
whether the maltreatment was considered neglect or physical, emotional, or sexual abuse. The 
authors examined duration of breastfeeding as well as confounding variables including binge 
drinking, maternal anxiety and depression, attitude toward pregnancy, childcare, maternal 
stimulation/teaching of the infant, and caregiving attitude. Using multinominal logistic 
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regression analysis, the authors compared associations between breastfeeding duration, 
confounding variables, and the different maltreatment categories. They also analyzed mean age 
at the time of the abuse and number of episodes of abuse and applied inverse probability 
weighting to appropriately represent the final included subjects. They excluded those lost to 
follow-up. Data for 81.5% of the birth cohort were included in the final study. Forty percent of 
children in the study were breastfed for ≥4 months, 39% for <4 months, and 21% were not 
breastfed at all. Strathearn et al found that the prevalence for all types of maltreatment increased 
as the duration of breastfeeding decreased and that children with no substantiated reports of 
abuse were more likely to have breastfed for ≥4 months. Non-breastfed children may possibly be 
at risk for neglect in particular; the authors found a nearly fourfold increase in the odds of 
maternal neglect for non-breastfed children compared to those who were breastfed for ≥4 
months. Unmarried status, low maternal education, parental unemployment, smoking or binge 
drinking during pregnancy, prenatal anxiety, and mother-infant separation 6 months after 
delivery were also associated with maternal maltreatment. Limitations of the study include lack 
of specificity regarding full or partial breastfeeding and mother-infant contact with feeding as 
well as inability to discover all information on the child maltreatment episodes, particularly for 
neglect, which may go unreported. This study provides persuasive information that breastfeeding 
duration is associated with child maltreatment. Thus, we should promote breastfeeding by 
providing mothers not only with education, but also with social and economic support so that 
they are more capable of breastfeeding their children. 
 
Hawkins, S.S., Griffiths, L.J., Dezateux, C., & Law, C. (2007). The impact of maternal  
employment on breast-feeding duration in the UK Millennium Cohort Study. Public 
Health Nutrition, 10(9), 891–896-891–896. Retrieved January 16, 2015, from 
http://search.proquest.com.libproxy.lib.unc.edu/docview/223087362?pq-
origsite=summon 
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This study featured a cohort of babies born between 2000 and 2002 to British/Irish 
employed mothers. The study examined the relationship between maternal employment 
characteristics, day care arrangements, the type of maternity leave pay given, and breastfeeding 
for at least four months. The sample was chosen from the Millennium Cohort Study; the authors 
attempted to garner an ethnically and economically diverse group. Mothers and their partners 
were interviewed with the child was nine months. Of the 6,917 mothers studied, 26% were 
employed full-time, 67% part-time, and 7% self-employed. The authors examined the mother’s 
return to work, number of hours work, the mother’s reasons for returning to employment post-
partum, number of employees working for mother’s employer, payment during maternity leave, 
day care, and breast-feeding duration without distinguishing between full and partially 
breastfeeding. Family-friendly employer characteristics included employer-offered day care 
vouchers/ assistance with daycare and flexible arrangements including part-time work options, 
job sharing, flexible hours, and school-term contracts. The data was analyzed using STATA 
statistical software and proportions compared using Pearson’s X² tests and Rao and Scott second-
order correction. Modified Poisson regression was used to calculate rate ratios. Hawkins et al 
found that mothers were more likely to breastfeed for at least four months if they were employed 
part-time, were self-employed, had a delayed return to work post-partum, had an employer who 
offered family-friendly or flexible work arrangements, or received Statutory Maternity Pay plus 
additional pay during maternity leave. Mothers were less likely to breastfeed for at least four 
months if they returned to work for financial reasons. The likelihood of breastfeeding for at least 
four months decreased as the number of hours the mother worked increased. Limitations of the 
study include lack of information about employer-provided lactation rooms. Additionally, 
Statutory Maternity Pay, or an equivalent, may not be offered in other countries, making the 
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direct application of conclusions to other countries more difficult. However, the study provides a 
convincing argument that women face a financial need to return to work and that early return to 
work post-partum decreases breastfeeding duration. Family-friendly policies in the workplace 
and financial support for new mothers may improve rates and duration of breastfeeding for 
working mothers. 
 
Grzywacz, J.G., Carlson, D.S., & Shulkin, S. (2008). Schedule flexibility and stress: Linking  
formal flexible arrangements and perceived flexibility to employee health. Community, 
Work & Family, 11(2), 199214-199214. Retrieved January 15, 2015, from 
http://search.proquest.com.libproxy.lib.unc.edu/docview/61407107?pq-origsite=summon 
 
 Grzywacz and his colleagues studied the relationship between flexible work 
arrangements, perceived flexibility, stress, and burnout. The authors define workplace flexibility 
in terms of an employee having influence over the timing, location, and duration of their work-
related tasks. They argue that flexible arrangements allow employees to manage demands in their 
family life, decreasing work-family conflict, and thus reducing stress and illness and improving 
performance at work. The researchers studied perceived flexibility and formal flexible 
arrangements, gender differences, and the effect of employment status of other household 
members. The study sample included 85,936 workers in nine district companies comprised of 
predominantly middle aged individuals, 60% male, 49% married to someone working full-time, 
22% single, 20% married to someone who did not work, 45% of whom had a child younger than 
18. Grzywacz et al studied stress and burnout as well as both use and availability of flextime, the 
ability to modify a schedule around set number of hours, and compressed work weeks, shortened 
work weeks with longer days. Factors such as gender and parental status were considered. 
Formal flexibility, particularly flex time, was associated with less stress and burnout. 
Compressed work weeks combined with flextime were associated with less stress for men, but 
   14 
 
more stress for women; these arrangements were also associated with more stress for individuals 
whose partners worked full time, but not for those whose partner worked part time or did not 
work. The authors found that flextime provided workers with the opportunity to balance their 
work and family responsibilities and that flextime or a compressed work week alone aided 
workers in reducing rates of stress and burnout. The study is limited in its ability to make 
inferences from the data. Qualitative data illustrating why an individual preferred flextime or a 
compressed work week and how the free time was used would aid in understanding further how 
these benefits could best serve employees. Nonetheless, the article demonstrates that flexibility at 
work gives the employee the opportunity to reduce stress, thus leading to healthier employees 
who are better able to take on responsibilities at work and at home. 
 
 
Schott, W. (2012). Going Back Part-time: Family Leave Legislation and Women’s Return to  
Work. <i>Population Research and Policy Review,</i> <i>31</i>(1), 1-30. Retrieved 
January 16, 2015, from 
http://www.ncbi.nlm.nih.gov.libproxy.lib.unc.edu/pmc/articles/PMC3367430/pdf/nihms3
73350.pdf 
 
This study employed a multinominal logit model using data from the Survey of Income 
and Program Participation to investigate whether the Family Medical Leave Act (FMLA) 
contributes to an increased rate of return to work part-time for first-time mothers working full 
time during their pregnancy. The study argues that job protection, flexible work arrangements, 
and leave legislation may lead to higher levels of women with small children in the workforce. 
The study cites increased rates of women with small children working; 64% of women who had 
their first child between 2000 and 2002 were working within a year of birth as opposed to 28% 
of women who had their first child between 1971 and 1975. Schott reports that nationally 
surveyed mothers “ideal employment arrangement” is either part-time work or work from home. 
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Schott found that the percent of full-time workers returning to work for the same employer at 
part-time status doubled from 8.3% in the early 1990s to 16% in the early 2000s, after the 
passage of FMLA. The study collected data on 14,074 births, investigating the women’s 
employment status at the time of her first birth, age of the child when she returned to work, and 
the types of leave utilized. 68% of the women studied were working full time at the time of birth; 
11-14% were working part-time. The sample was limited to women working full time during 
their pregnancy and the outcomes to staying at home, returning to work part-time, and returning 
to work full-time. Using two multinominal logit models, the author considered the impact of 
FMLA on a mother’s return to work. The author controlled for demographic characteristics 
including race, marriage with a spouse present, age at first birth, field of study, and education. 
The author used a sample of women receiving paid maternity leave as a control in an effort to 
focus specifically on women needing and utilizing FMLA. Schott found that both FMLA and 
state leave legislation were associated with higher rates of mothers returning to work at part-time 
status. Women receiving paid maternity leave were more likely to return full time than stay at 
home or work part time. The study shows that women are more likely to return to part time status 
post-FMLA, but has limitations; the author was unable to determine which of the sampled 
women were eligible for FMLA, possibly altering the results. The study could be strengthened 
by more data regarding the rationale for the women’s decisions regarding return to work and 
what resources were available to them aside from FMLA. However, the study does provide a 
compelling argument for FMLA and leave legislation benefitting women by giving them job 
protection and thus a bargaining position to negotiate their desired work amount, achieving better 
work family balance. The study effectively suggests that legislated maternity leave benefits the 
family by giving the mother and baby time to adjust, contributing to improved health outcomes. 
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VanBuren Trachtenberg, J., Anderson, S.A., & Sabatelli, R.M. (2009). Work-home conflict and  
domestic violence: A test of a conceptual model. Journal of Family Violence, 24(7), 471-
483. Retrieved January 16, 2015, from 
http://search.proquest.com.libproxy.lib.unc.edu/docview/37179285?pq-origsite=summon 
 
 This study questions the relationship between work-home conflict and domestic violence. 
The authors define work-home conflict as the opposition between one’s professional and 
personal, or family, life. They suggest that spillover, the result of negative events or feelings in 
one domain of life affecting another domain, of work to family and family to work conflicts lead 
to increased risk for domestic violence. The authors used online surveys and recruited 
participants through a university list serv, flyers, online message boards, and labor unions. The 
sample included 230 females and 64 males aged 18-62 years; participants must have been in 
their relationship for at least one year and employed full time. The authors used backward 
stepwise regression to determine which variables, gender, gender role attitudes, job satisfaction, 
and type of employment would predict work-family conflict; of these, only job satisfaction 
showed a significant association. Regression analyses were run to examine psychological 
adjustment, alcohol abuse, family of origin violence, communication skills, and social support’s 
role in work-family conflict and domestic violence. Correlations were found between work-home 
conflict and family of origin violence and negative communication. Limitations of the study 
include possible difficulty with generalizing results due to the sample being largely female, 
predominately “white collar” workers, and having a high mean household income of $80,000. 
Furthermore, the survey did not include information regarding the violence perpetrated such as if 
it was done so in self-defense. The study suggests that work-home conflict contributes to higher 
incidence of domestic violence and psychological aggression. Domestic violence increases the 
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risk for child abuse, thus preventing domestic violence through supportive employer programs 
that minimize work-home conflict may contribute to reducing rates of child abuse. 
 
 
Hill, J. (2005). Work-Family Facilitation and Conflict, Working Fathers and Mothers, Work- 
Family Stressors and Support. Journal of Family Issues, 26(6), 793-819. Retrieved 
January 16, 2015, from 
http://search.proquest.com.libproxy.lib.unc.edu/docview/60502780?pq-origsite=summon 
 
Hill studied the various factors of work-to-family and family-to-work conflict among 
each gender using data from the National Study of the Changing Workforce. The study applies 
the Ecological systems theory, conceiving that work and family microsystems interact and affect 
each other creating a work-family mesosystem. Additionally, the study utilized family stress 
theory, family resilience theory, work-family sex role theory, a review of relevant literature, and 
a model constructed by the researchers. The sample included 1,314 wage and salaried workers 
with children younger than 18 years of age, 680 of whom were fathers and 634 of whom were 
mothers. Data came from a telephone survey conducted by the Families and Work Institute. 
Weekly job hours and job stressors comprise work stressors while weekly childcare hours, 
household chore hours, and a preschooler at home constitute family stressors. Resources and 
support such as flexible work policies, supportive organizational culture, supervisor support, 
work group support, marriage, a stay-at-home spouse, and free hours serve as capabilities. 
Outcomes include job satisfaction, organizational commitment, family and marriage satisfaction, 
life satisfaction, and individual stress. Working fathers were more likely to have longer work and 
shorter childcare hours and a preschooler at home than working mothers. Working fathers 
reported less organizational support, but more family and individual sources of support. They 
had lower stress and work-to-family and family-to-work conflict levels than working mothers 
and higher levels of family, marital, and life satisfaction. Flexible employer benefits were 
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associated with work-to-family facilitation, job satisfaction, organizational commitment, and life 
satisfaction. These benefits were negatively associated to work-to-family conflict and individual 
stress. Work group support was positively connected to work-to-family facilitation and 
organizational commitment, had the strongest positive association with job and life satisfaction, 
and was negatively correlated to work-to-family conflict and individual stress. Working fathers 
possess many similar demands, household and childcare, as working mothers but were less likely 
to see their work culture as being supportive of their need for work-family balance. Low 
response rate, 53%, and the surveys being done over the phone could contribute to skewed study 
results. Participants may be less truthful speaking to a researcher than they would be in an 
anonymous written survey. Despite these limitations, the study demonstrated that work-family 
conflict differs for each gender in source and expression and that flexible work policies, family-
supportive organizational culture, and family-supportive management reduce stress and work-
family conflict. Future research should examine how to best support fathers with family friendly 
practices so that their needs are considered and addressed. 
 
Halpern, D. (2005). How time-flexible work policies can reduce stress, improve health, and save  
money. Stress and Health, 21, 157–168-157–168. Retrieved January 15, 2015, from 
http://vb3lk7eb4t.search.serialssolutions.com.libproxy.lib.unc.edu/?ctx_ver=Z39.88-
2004&ctx_enc=info:ofi/enc:UTF-
8&rfr_id=info:sid/summon.serialssolutions.com&rft_val_fmt=info:ofi/fmt:kev:mtx:journ
al&rft.genre=article&rft.atitle=How time-flexible work policies can reduce stress, 
improve health, and save money&rft.jtitle=Stress and Health&rft.au=Diane F 
Halpern&rft.date=2005-08-01&rft.pub=Wiley Subscription Services, Inc&rft.issn=1532-
3005&rft.eissn=1532-
2998&rft.volume=21&rft.issue=3&rft.spage=157&rft.externalDocID=880009561 
 
 Using data from the 1997 National Study of the Changing Workforce survey of 1901 men 
and 1651 women, this study examined the value of flexible work arrangements in reducing stress 
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associated with work and family responsibilities. The survey was conducted via telephone using 
random digit dialing to individuals who were employed at least 20 hours per week. Survey 
participants were questioned regarding the number of children they had under the age of 18, the 
age of the youngest child, and whether or not the participant cares for an older adult, anyone over 
the age of 65. The results were analyzed using AMOS statistical program for structural equation 
modeling to examine relationships between need for time flexible policies, workplace flexibility, 
ability to take time off, commitment to employer, work-related stress, and employer costs such 
as costs associated if an employee missed work due to a family conflict. Increased flexibility at 
work was associated with decreased levels of stress and increased commitment to the 
organization as well as decreased cost to the employer due to employees’ missed time at work or 
failure to meet a deadline. The results did not differ significantly by gender. Data demonstrated 
that those who were in greater need of flexibility at work due to a high number of dependents 
were not more likely to have these benefits available. Offering flexible work options does not 
necessarily mean an employer will only attract employees in need of these policies. Employers 
who provide flexibility to their employees see cost savings in the form of employee loyalty, 
decreased absenteeism, and improved employee health. Halpern estimates the cost of 
unscheduled absences alone as being $1,760 annually for an employee making $40,000 per year. 
Turnover and loss of productivity due to less engaged employees add to this amount creating 
weighty consequences for employers who do not offer flexibility in the work place. 
Synthesis of Literature and Conclusions 
 Although the literature review did not yield results specific to a correlation between 
family-friendly business practices and child abuse, the research shows that stress, family 
cohesion, economic difficulties, and parent self-esteem contribute to child abuse. Time off of 
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work after delivery and length of breastfeeding also correlate with child maltreatment. Family-
friendly policies can address these risk factors, potentially decreasing the risk for child abuse. 
Family-friendly business policies support family life, reduce parental stress, and improve family 
relations while also helping businesses by creating more stable and committed employees. 
The study by Stith et al lists various risk factors for child maltreatment such as parent 
anger/hyper-reactivity, family conflict, family cohesion, parent-child relationship, parent 
perceives child as a problem, parent level of stress, and parent self-esteem (2009). Parent 
unemployment, in particular, demonstrated a strong correlation with neglect (Stith et al., 2009). 
Like unemployment, not breastfeeding also represents an increase in the risk for neglect 
(Strathearn, Mamun, Najman, & O’Callaghan, 2009). Strathearn et al used a longitudinal study 
to examine how breastfeeding duration relates to risk for child maltreatment. They found that the 
prevalence for all types of maltreatment increased as the duration of breastfeeding decreased and 
that children with no substantiated reports of abuse were more likely to have breastfed for ≥4 
months.  
The study by Hawkins et al contributes to the research by Strathearn and colleagues by 
suggesting factors that contribute to length of breastfeeding. The study examined the relationship 
between maternal employment characteristics, day care arrangements, the type of maternity 
leave pay given, and breastfeeding for at least four months. Mothers were more likely to 
breastfeed for at least four months if they were employed part-time, were self-employed, had a 
delayed return to work post-partum, had an employer who offered family-friendly or flexible 
work arrangements, or received Statutory Maternity Pay plus additional pay during maternity 
leave. Mothers were less likely to breastfeed for at least four months if they returned to work for 
financial reasons (Hawkins, Griffiths, Dezateux, & Law, 2007).  
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Hawkins et al and Strathearn et al show how breastfeeding duration is affected by a 
mother’s ability to take time off of work after delivery and effects risk for maltreatment. The 
study by Schott demonstrates that policy can aid mothers in obtaining time off. This study 
explored whether FMLA contributed to an increased rate of return to work part-time for first-
time mothers working full time during their pregnancy. Schott found that both FMLA and state 
leave legislation were associated with higher rates of mothers returning to work at part-time 
status, which women reported to be their ideal work situation. Women receiving paid maternity 
leave were more likely to return full time than stay at home or work part time (Schott, 2012). 
These studies contribute to the understanding of situations that can lead to family stress 
and child abuse. Family-friendly business practices can include interventions such as employer-
offered day care vouchers/ assistance with daycare, part-time work options, job sharing, flexible 
hours, and school-term contracts. These practices can help reduce factors identified in the 
literature review as risk factors for child abuse. 
Grzywacz and his colleagues studied the relationship between flexible work 
arrangements, perceived flexibility, stress, and burnout. The authors found that flextime provided 
workers with the opportunity to balance their work and family responsibilities and that flextime 
or a compressed work week alone aided workers in reducing rates of stress and burnout. 
(Grzywacz, Carlson, & Shulkin, 2008). This study, in addition to the study by Hill, highlights the 
role that the employer can play in reducing employees’ stress. Hill cites numerous tensions for 
the employee including weekly job hours, job stressors, weekly childcare hours, household chore 
hours, and a preschooler at home. Flexible employer benefits were associated with work-to-
family facilitation, job satisfaction, organizational commitment, and life satisfaction. These 
benefits were negatively associated to work-to-family conflict and individual stress (Hill, 2005). 
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Work place flexibility benefits both the employee and the employer. Halpern defines job 
stress as demands that are in conflict with other life responsibilities or the individual’s 
capabilities. She discusses the ways in which stress diminish health, causing long-term effects 
affecting organ function, decreasing memory capability, and making individuals more 
susceptible to disease. This leads to health costs for employers who have a financial interest in 
keeping their employees healthy, reducing turnover, lowering absenteeism from sick days, and 
decreasing insurance costs. Halpern writes that the employee’s perception of control over their 
work, more so than the tasks themselves correlates with stress levels. Burt out employees are less 
productive, more likely to leave their job, and have increased absences than employees who are 
less stressed. Employers have a financial incentive to provide family-friendly options that 
increase the employees’ sense of control and lead to less-stressed, more productive workers. 
Although no study was found explicitly linking family-friendly practices to reduced risk 
of child abuse, the study by VanBuren et al showed that work-home conflict contributes to 
higher rates of domestic violence and psychological aggression, which constitute risk factors for 
child abuse. The authors suggest that spillover, the result of negative events or feelings in one 
domain of life affecting another domain, of work to family and family to work conflicts lead to 
increased risk for domestic violence (VanBuren Trachtenberg, Anderson, & Sabatelli, 2009). 
Preventing domestic violence through supportive employer programs that minimize work-home 
conflict may contribute to reducing rates of child abuse. 
After a review of the literature concerning risk factors for child abuse, benefits of family-
friendly policies, and negative effects of work-life imbalance, it is clear that family-friendly 
policies could aid in reducing child abuse. These practices can assist in reducing stress, 
promoting financial stability, encouraging breastfeeding, and assisting with childcare. 
   23 
 
Family-Friendly Business Practices Logic Model 
 The following logic model illustrates the relationship between family-friendly business 
practices and the ultimate goal of reducing child abuse and promoting positive, healthy, and safe 
parent-child relationships. 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
Goal: To reduce child abuse and promote positive, healthy, and safe parent-child 
relationships by fostering family cohesion and reducing the stress associated with work-
family conflict. 
Inputs: 
 
Businesses 
 
 
U.S. 
Government 
 
 
 
Constraints: 
Lack of 
resources to 
provide 
family-
friendly 
benefits 
Activities/ 
Family-friendly 
policies: 
Flexible 
Scheduling 
 
 
Paid time off for 
new moms 
 
Assistance with 
breastfeeding such 
as lactation rooms 
 
 
Assistance with 
childcare 
 
 
 
Part-time options 
 
 
Outputs: 
Employees taking 
advantage of 
flexible scheduling 
and having fewer 
unscheduled 
absences 
 
Mothers taking 
longer maternity 
leaves  
 
 
 
Ability to 
breastfeed at work 
 
 
 
 
 
 
Increased number 
of parents able to 
work and fewer 
unscheduled 
absences 
 
 
Increased number 
of parents, 
particularly 
mothers, who 
desire to return to 
work  
Effects: 
Lower employee 
stress, fewer 
missed deadlines, 
financial gain for 
employer, reduced 
employee burnout 
 
Longer duration of 
breastfeeding, 
reduced maternal 
stress 
Improved health 
and nutrition for 
baby, improved 
attachment 
between baby and 
mother 
 
Decreased parent 
stress emotionally 
and financially, 
financial gain for 
employer 
 
Decreased 
financial and 
emotional stress 
for parent, 
increased maternal 
participation in 
workforce, 
decreased burnout 
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Family-Friendly Businesses 
 Some businesses have realized the benefit that family friendly business practices have for 
both the company and employees and have taken initiative to implement these policies. Forbes 
magazine ranks companies using employee feedback on the availability of benefits such as 
flexible hours, telecommuting, and compressed work weeks, compiling a list of 25 companies 
that promote work-life balance including REI, National Instruments, and the United Space 
Alliance (Smith, 2012). Vodafone Group, a telecommunications provider based in the United 
Kingdom, has also been recognized as a family friendly business. In an effort to retain female 
employees, Vodafone has implemented a policy to pay women working 30-hour workweeks full-
time salaries for up to six months after their return from maternity leave. The company will also 
be providing 16 weeks of fully paid maternity leave (Weber, 2015). Vodafone and the companies 
promoted by Forbes magazine should be championed for their efforts to support family and work 
life balance; they serve as a model for other businesses that would like to do the same. 
Recommendations 
Family-friendly business practices should be both embraced and explored. Significant 
evidence exists to suggest that this intervention could aid in reducing rates of child abuse, but 
additional research is needed to examine the extent of the effect of these practices on child abuse. 
 To encourage businesses to enact family-friendly policies, the U.S. should enact policies 
like FMLA that provide for leave for medical needs such as childbirth. These policies should be 
expanded to include those workers who may not qualify for FMLA or other employer benefits 
and are more in need of aid in order to take time off of work. Further policies should also provide 
businesses with incentives to providing workers with flexibility in scheduling and assistance with 
childcare. Many businesses are not able to provide these benefits due to lack of finances; the 
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government should create policies that remove this barrier through economic assistance and 
bonuses to businesses who offer flexible scheduling, time off for family and medical reasons, 
and assistance with childcare. 
 At a local level, communities should foster family-friendly business practices by 
patronizing businesses that provide these benefits to their employees. This demonstration would 
show businesses that the community values work-family balance. It would show families that the 
community supports them. This could be achieved by news agencies reporting on the state of 
family friendly practices and by businesses advertising their commitment to supporting families. 
 Health professionals should advocate for this issue by persuading businesses that family-
friendly practices are not only in the best interest of the employee, but also in the best interest of 
the employer. These practices lead to less stressed, more healthy employees who are more 
committed to their organization. Fewer absences due to illness and less employee turnover leads 
to improved financial outcomes for businesses.  
Health professionals should conduct further research to demonstrate the strength of the 
relationship between family friendly business policies and child abuse to present businesses and 
the government with concrete evidence demonstrating why these policies should be enacted. 
Both more commonly used family friendly business practices such as flex time and assistance 
with child care and less common practices such as job sharing, day care for sick children, parent 
support groups, and family counseling should be researched. 
 Family friendly business practices reduce stress and burnout for the employee, give 
parents flexibility to reduce work absences, contribute to longer duration of breastfeeding, and 
save businesses money. These policies benefit the family, community, and business sector. Their 
reduction of factors that contribute to child maltreatment bolster the logical argument that they 
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should be endorsed as an intervention to reduce child abuse. By fostering these practices at a 
policy, community, and professional level, and conducting further research on their effects, we 
can reduce rates of child abuse and strengthen the family system. This will lead to optimal 
mental, emotional, and physical health outcomes for the child, family, and community at large. 
Conclusion 
 This paper examined the relationship between family-friendly business practices and 
reduction of child abuse. Although research on this connection is limited, a review of relevant 
literature suggests that family-friendly policies can reduce identified risk factors of child abuse. 
Practices such as flexible work time, job security, and paid leave allow parents the opportunity to 
balance the demands of their work and family responsibilities, leading to improved work-life 
balance. Many leading child protection organizations endorse family-friendly business practices 
as a method for reducing child abuse and the intervention appears logical. These practices should 
be researched further to determine their effect on child abuse. Despite the lack of definitive 
research on this topic, these practices should be encouraged as they foster the family and reduce 
risk factors for child abuse. 
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